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1. Background and Objectives of the Study
At this, the dawn of the 21st century, Korean society can be said to have 
entered a transitional period characterized by notions such as globalization, 
informatization, and localization. In this regard, localization has served as a 
launching point for a new round of democratization and the facilitation of 
globalization and informatization. In addition, localization has been carried out 
by local autonomous entities in accordance with the concept of regional 
development as the foundation for national development. Along with these 
changes that have taken place at the macroscopic level, society has also been 
faced with a new growth and development paradigm characterized by the notion 
of low-carbon green growth. In this new environment, the development of 
human resources has come to play an even more enhanced role in the 
invigoration of regional industries and economic growth. As such, the time has 
come for both central and local governments to pay increased attention to the 
development of human resources and the support thereof. Here, various elements 
which greatly influence regional development can be suggested. That being said, 
the securing of human resources and the improvement of the quality of human 
resources remain key elements that cannot be ignored. To this end, the 
activation of a regional human resources development (HRD) policy requires the 
following: an analysis of the current state of such policy, the establishment of a 
regional green growth human resources development (HRD) system that is based 
on the notions of specialization and necessity, and the effective management of 
this system as a tool for regional development.
Based on the above-mentioned background and the need for human resources 
development, this study analyzes the external and internal elements associated 
with the current state of regional human resources development policy. It also 
introduces some of the measures needed to effectively implement policies and 
projects related to regional human resources development, and suggests the 
future tasks which the central and local governments, as well as the other main 
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actors in charge of regional human resources development (HRD), will have to 
address.
2. Problems in Terms of the Current State of Regional HRD
The first problem can be identified as the extensive overlap between related 
fields. More to the point, HRD programs, such as those related to vocational 
training, lifelong learning, and women's HRD have been intertwined and 
implemented at the regional level in accordance with the laws and regulations 
drawn up by various government departments and the financial resources of the 
same. The legal basis for these HRD programs has included the Human 
Resources Development Act, the Lifelong Education Act, the Vocational 
Education and Training Promotion Act, and the Basic Employment Policy Act. 
Although a few years have already passed since regional HRD was first 
implemented, the debate over the significance, concept, categories, and even the 
main actors involved in such regional HRD has continued unabated. It is amidst 
such debates that the identity of regional HRD has been forged. Regional HRD 
has encompassed a variety of fields such as vocational education, lifelong 
education, job training, industry-academic cooperation, HRD, and manpower 
supply. The issue of who should be the main actors involved in the 
implementation of regional HRD has also proven to be a contentious one. As 
far as the fields associated with regional HRD are concerned, there has been a 
clear overlap between education and the distribution and use of HR. The 
development of regional HR has also resulted in the raising of questions 
regarding the nature of such programs.
The second problem is that of the lack of functionality, at the regional level, 
of the implementation system for regional HRD. The weakness of the legal 
basis and functions of regional level HRD Councils has resulted in the absence 
of a basis for cooperation, and even of the power to implement policy measures. 
While HRD Centers have been in charge of the majority of the tasks, including 
the planning and exercise of HRD projects, city halls and provincial 
governments have failed to aggressively involve themselves in such endeavors. 
The fact that the majority of those who are in charge of regional HR-related 
organizations also carry out other functions has greatly increased the likelihood 
of the relevant tasks being carried out in a disjointed manner because of 
personnel shifts, and has also impeded the effectiveness of regional HR, which 
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requires a steady approach.
The third problem revolves around the absence of any clear perception of 
regional HRD and of the necessary specialization. Here, the fact that many 
cities and provinces have failed to perceive regional HRD as their domain has 
resulted in a failure to establish the necessary departments and to appoint the 
personnel in charge of such tasks. Government officials’ lack of specialization, 
a denouement which has been occasioned by a general lack of interest or 
understanding of regional HRD, has also impeded the activation of regional 
HRD. 
The fourth problem that can be identified is that of a lack of general 
coordination amongst the heads of local autonomies. Although interest in, and 
demand for, HRD have gradually increased, the absence of the necessary legal 
mechanisms has resulted in the heads of local autonomies being unable to play 
the coordination role assigned to them. There has also been insufficient support 
for and investment in the activation of HRD policy. What’s more, the HRD 
projects, which began in earnest in October 2004, have suffered from the 
general absence of a legal and institutional basis as pertains to the scope of 
their activities, methods, and related activities. Furthermore, the ambiguous 
nature of the scope of the legal and institutional bases has resulted in lowering 
overall effectiveness.
3. Assessment
The know-how and experience accumulated as part of the regional HRD 
projects implemented over the last five years has led to the formation of a 
consensus amongst regional organizations with regards to the importance of 
regional HRD, and to a growing understanding of HRD amongst local 
populations. These projects have also contributed to the establishment of basic 
HRD implementation plans, the establishment of integrated DB that are based 
on regional demand, the introduction of regional visions for HRD, the design of 
regional-based HRD links with industrial clusters and regional innovation 
systems, and the forging of RHRD cooperation systems with associated 
organizations such as universities, research institutes, and local governments. 
They have also created opportunities, through the development of pilot projects 
and policy tasks, to perceive regional HRD as an important undertaking. In turn, 
the development of pilot projects related to HR issues at the regional level has 
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contributed to the development of human resources in the various regions, the 
inducement of local residents’ participation in HRD policy, and the activation of 
regional economies and improvements in overall quality of life.
As future HRD projects cannot be expected to produce short-term results, the 
debate over the overall effectiveness of HRD projects as a whole will continue 
to rage. This can be regarded as a potential pitfall, of which the planners of 
regional HRD projects must inevitably be aware.
4. Changes in the Regional HRD Policy Environment and Future 
Tasks
The active implementation of policies related to green growth the world over 
has resulted in various green growth-related changes being wrought upon fields 
such as industry and culture in Korea. Under these circumstances, the labor 
market has also responded flexibly and begun to change. These changes in the 
labor market are evident at the industry, technology, development and use of 
human resources, and infrastructure levels.
The core issue of green job creation involves more than simple job creation; 
rather, it is concerned with the creation of environmentally-friendly jobs. 
According to the International Labour Organization (ILO) and the United 
Nations Environment Programme (UNEP), green jobs encompass positions in 
agriculture, manufacturing, construction, installation, and maintenance, as well as 
scientific and technical, administrative, and service-related activities, which 
contribute substantially to preserving or restoring environmental quality. 
Next, there is also a need to establish HRD policy that can be linked to the 
development of mega-regions. As part of its regional integration scheme, the 
Korean government has implemented a 5+2 mega-region development policy. 
The rapid expansion and development of transportation and communications has 
resulted in a swift widening of the life sphere of Koreans and existing 
administrative districts. As a result, many changes are expected to occur in 
terms of the development and use of human resources. To this end, it is 
expected that the linking of regional HRD policy with this 5+2 mega-region 
development scheme will help to heighten the overall effectiveness of regional 
HRD policy.
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5. Main Tasks Related to Regional HRD Policy
First, the related elements should be not only maintained but improved. In 
terms of the development of regional HRD policy and projects, it is essential 
that the strong points be emphasized and the weak points supplemented, and 
that opportunities be seized and potential pitfalls eliminated. To this end, 
coordination and cooperation amongst the various government departments 
concerned is essential.
Second, the roles of regional HRD should be strengthened at the regional 
level. In order to attain the goals for Regional HRD Support Centers, R&D 
competencies must be strengthened, with HR policy-related research institutes at 
the center of such efforts, and a system in which Regional HRD Support 
Centers can play the role of a hub for regional HRD must be established.
Third, there is a need for increased cooperation between the central and local 
governments. In terms of the direction of regional HRD policy, the central and 
local governments must begin by cooperating with one another in the 
transformation of Regional HRD Support Centers into network brokers capable 
of forming regional HRD networks. The Regional HRD Support Centers should 
provide the kind of policy-making support needed to develop a common 
consensus amongst local residents. Then, based on a common consensus 
amongst the managers of Regional HRD Support Centers, RHRD research 
meetings should be conducted on a regular basis so as to identify cooperative 
projects which can be undertaken with other organizations, develop a common 
perception about regional HRD and ways to share information about the same, 
and establish a virtuous cycle that can provide feedback to the national HRD 
system. 
Lastly, there is a need, based on the notion of top-down HRD policy, to 
ensure that policy cooperation takes place between the central and local 
governments.
6. Conclusion and Future Suggestions
This study analyzed the current state of regional HRD policy, and also 
introduced a policy direction and tasks which reflect the changes that have taken 
place in the relevant environment. The inauguration of a new government has 
resulted in the advent of a new environment for regional HRD policy. The new 
environment has created many changes and raised many new challenges. To this 
end, this study suggests that the following steps be taken to ensure sustainable 
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development and the improvement of regional HRD.
First, a new model of human resources as relates to regional HRD must be 
introduced.
Second, the education & training programs needed to decrease the gap in the 
skills required to bring about green growth must be implemented.
Third, the development of the human resources required for green growth is 
predicated on enhanced industry-academic cooperation at the regional level.
Fourth, human resources should be expanded through the increase and 
activation of global cooperation. 
Fifth, regional HRD policy should be linked with the 5+2 mega-region 
development policy.
Sixth, as far as the development of regional HRD policy and projects are 
concerned, it is essential that the strong points be emphasized and the weak 
points supplemented, and that opportunities be seized and potential pitfalls 
eliminated. In addition, a cooperation system involving organizations should be 
established based on an objective analysis of the current state of HRD at the 
regional level. Moreover, this cooperation system should be institutionalized.
Seventh, rather than establishing a unilateral governance system, the Ministry 
of Education, Science and Technology should focus on suggesting guidelines for 
regional HRD. Moreover, independent HR models in which local autonomies, 
industries, and universities have a role in the forging should be established. 
These models should take into consideration such aspects of regional society as 
the industrial structure, HR structure, and the local economic environment.
Eighth, the roles of regional HRD must be strengthened at the regional level. 
In order to attain the goals of Regional HRD Support Centers, R&D 
competencies must be strengthened, with HR policy-related research institutes at 
the center of such efforts. 
Ninth, increased cooperation between the central and local governments is 
essential. In terms of the implementation of regional HRD policy, it is essential 
that Regional HRD Support Centers be transformed into network brokers 
capable of forming regional HRD networks.
Lastly, the ongoing changes in the policy environment for regional HRD 
require a new paradigm. As such, it is necessary for the government, as well as 
the private sector, to proactively respond and prepare for these changes.
